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Abstract: The growing role of sustainable development and, above all, its ecological aspect, in the
development of modern company competitive edge leads to the popularization of the question of
incorporating environmental practices into the area of human resource policy, referred to as Green
HRM. The objective of the research was to identify pro-environmental HR practices embraced by
young Polish enterprises and to prioritize them in accordance with their effect on company sustainable
development. To attain these goals, a survey was conducted among a random, representative
population of 150 young enterprises. The study revealed that the Green HRM concept in the Polish
reality is relatively. However, there is a strong positive correlation between the evaluation of the
impact of individual activities within Green HRM on sustainable company development and their
practical implementation. Research demonstrated that the higher the evaluation of the impact of
a given activity, the more frequent its implementation in the studied companies. This allowed the
formulation of the following conclusion: in order to increase the scope of the implementation of the
Green HRM concept in Polish young enterprises, it is necessary to raise awareness and disseminate
knowledge concerning the impact Green HRM can have on sustainable development in organizations.
Keywords: green human resource management; sustainability development; young companies
1. Introduction
Progressive degradation of the natural environment due to human exploitation brought about
the need to introduce the concept of sustainable development. Thereby, the natural environment
and resource protection for the benefit of future generations have become global imperatives [1–3].
This emphasized the necessity to redefine the operating strategy of contemporary enterprises.
The sustainable development paradigm not only deals with the attainment of economic goals but
also the necessity to heed broadly understood social and ecological interests, laying foundations on
which a sustainable business model based on the principles of value- and social responsibility-oriented
management can be built [4].
Sustainable development is a concept responding to the global challenges related tohuman activity
in both developed and developing countries. This new concept of civilizational development is the
outcome of the need to mitigate and prevent the adverse effects of the economic development.It is a
modern direction of the economic development, emphasising the introduction of the new methods of
organisation and management, both on the national level and the levels of various economic entities, as
well as on the replacement of the cumbersome technologies with the “environmentally-friendly”
ones [5]. According to the World Commission on Environment and Development, sustainable
development satisfies the needs of the present generation without jeopardising the ability of future
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generations to satisfy theirs [6]. Such development is intelligent, environmentally-friendly, based on
the effective use of resources, knowledge and innovation [7].
There are three basic dimensions of sustainable development [8]:
- ecological (protection of the environment and its natural resources),
- economic (economic development that is not hindered, but stimulated by technological
advancement andincreased effectiveness in the use of resources, materials and workforce),
- social (improvement inthe living conditions and safety of all people).
The concept of sustainable development is based on the so-called triple bottom Line [1,9]. Pursuant
to the principles of sustainable development, the social, economic and environmental objectives are
interdependent and mutually reinforcing [10]. Thus, the development strategy of the company should
take into account the development of a balance between the economic, environmental and social
dimensions of economic activity. This means the supported economic solutions should be socially
responsible, environmentally friendly and economically valuable at the same time [11]. It has been
emphasised that a sustainable enterprise fosters sustainable development simultaneously offering the
economic, social and environmental benefits.
Theories of sustainable development have evolved over many years, however, there are still
many controversies over the too narrowapproach to this concept, perceiving it only in terms
ofenvironmental protection, as well as poor recognition on the microeconomic level, i.e., level of
the organisation [12]. Moreover, sustainability issues involve complex interactions between social,
economic and environmental factors, often perceived quite differently by different interest groups [13].
Different models, approaches and concepts presented inliterature make the idea of sustainability
ambiguous and difficult to interpret. On the one hand, it mentions ensuring business sustainability,
and, on the other hand, a multidimensional look at the organization considering the interests of various
groups of stakeholders [14]. Numerous studies prove that corporate sustainability management
focused on creating a harmonious relationship with various stakeholders brings a number of benefits
to the organisation [15]. Among other things, the positive impact of socially responsible activities
on the company’s efficiency has been indicated [16]. The literature, however, also givesexamples of
the unequivocal impact of social and environmental attitudes on a company’s financial performance,
based on cases where such an approach has not affected its economic success [17]. Despite these
inconsistencies, a growing interest in the concept of sustainable development has been observed.
More and more companies worldwide are implementing the principles of sustainable development
in their business operations [15]. The factors stimulating social and environmental actions taken by
enterprises include [18,19]:
- changes in the expectations of the stakeholders related to the increased level of their awareness,
- changes in the technological environment providing opportunities to implement innovations in
the way the organisation operates and the products and services it offers;
- institutional and legal conditions defining the desired directions and framework for the
development of the economy and itsparticular entities,
- searching fornew sources witha competitive edge.
The companies must take up the challenge of implementing the principles of sustainable
development in such circumstances. This concept is motivation to undertake action aimed at increasing
the welfare of the groups, regions and whole societies [20].The goal of sustainable development is
toimprove the living standard of people, at the same time improving the access to natural resources
and ecosystems for future generations [21]. Sustainable development is about the economic, social and
environmental goals common to all people [10].
The resulting necessity to maintain symbiosis on the enterprise-society-environment axis means
thatentrepreneurs are increasingly guided by the principles of corporate social responsibility (CSR) in
a decision-making process. Socially-responsible business is a strategic and long-term approach based
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on the principles of social dialogue and search for the solutions beneficial to all the stakeholders [11].
It is a concept of conducting business activity that balances the profit and the needs of different
groups of stakeholders [22,23]. The concept is reflected by the voluntary inclusion of the expectations
of equal stakeholder groups into the company’s strategy, which generates not only economic,
but alsosocial effects.
CSR concentrates on the organisation, yet it is strictly connected to sustainable development [10].
The connection between CSR and sustainable development is emphasised by the definition formulated
by the World Bank, stating that corporate social responsibility is the commitment of the business
in contributing to the sustainable development through the cooperation of human employees, their
families, local communities and society as a whole, aimed at improving the quality of life and thus
both the business and social development [24]. The definition contained in the ISO 26000 Standard
also indicates the relation between CSR and sustainable development, defining social responsibility as
the responsibility of an organisation for the impact of its decisions and activities onsociety and the
environment, through transparent and ethical behaviour which contributes to sustainable development,
including the health and well-being of society [10]. Corporate social responsibility (CSR) is a component
of a corporate policy to undertake the sustainability imperative [25]. This strategy, based on respecting
the principles of accountability for the social, economic and environmental impact of the organisation,
transparency of decisions and actions, ethical behaviour based on integrity and fairness, respect
for human rights and observance of the law and international standards of conduct, constitute the
foundation of sustainable development [10]. Implementing the concept of sustainable development
at the enterprise level consists in the broadly understood ecology of the operating processes, while
striving to meet the expectations of all stakeholders, both the financial expectations of owners and
shareholders, as well as the needs for security and stability on the part of employees and other groups
remaining in relations with the enterprise [26]. Business model sustainability is now one of the key
determinants of doing business [14].
Irrespective of the fact that sustainable development has been at the center ofmanagement’s
attention for more than a dozen years now, whether at the macroeconomic or microeconomic level,
it was not until recently that the relations between sustainable development and human resources in
organizations were noted. However, it is the human factor which stimulates practices oriented at the
improvement of organizations’ environmental effectiveness. Eco-oriented management is performed
exclusively by humans expressing a positive attitude towards the environment, competent in ecology,
and bearing a sense of responsibility for the environmental implications of their actions. The key
success factor with regards to sustainable development is understanding the nature and objectives of
the Green economy [27–29]. Needless to say, Green Human Resource Management (GHRM) plays
a significant role in the development of environmentally-friendly practices within organizations.
Over recent years, there has been a growing interest in Green HRM. Source literature emphasizes
the significant potential of HRM in the popularization of the sustainable balance concept [30–35]
and indicates a number of implementable eco-practices [36–39]. Nevertheless, despite the significant
progress made with respect to domain development over the last two decades, more research is
required [40]. In Poland in particular, the issue has been raised somewhat infrequently. The low
number of publications available on the Polish market addressing the issue of GHRM has allowed to
formulate a thesis that the concept is relatively unknown in Poland. This fact inspired the authors to
take the research route and concentrate on the implementation of GHRM practices in young Polish
enterprises. The review of literature revealed a gap with respect to empirical studies in the field. There
has been no attempt to evaluate the impact of pro-environmental human resource practices on the
sustainable development of Polish organizations. What is more, there has been no assessment of the
scope of the concept’s practical implementation. The authors intended to bridge the identified gap,
to some extent at least.
The objective of the research was to identify environment-friendly HR practices followed by
young Polish enterprises and to prioritize them in accordance with their impact on the sustainable
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development of companies.The main research problem was to determine the correlation between the
impact of individual pro-environmental human resource practices on the sustainable development of
young enterprises and their practical implementation.
In the course of the analyses, the following research questions were addressed:
- Is the GHRM concept known to Polish managers?
- Which GHRM practices are most often implemented in young Polish enterprises?
- Which GHRM practices are key to the sustainable development of organizations in the
Polish reality?
- Is there a relation between the impact of individual pro-environmental human resource practices
and their practical implementation in the analyzed young Polish enterprises?
In order to solve the above presented problems, the study was based on a review of literature,
a diagnostic survey, and statistical and comparative analyses.
The article is composed of five sections. The introductory part presents the nature of the idea of
sustainable development, its relation to CSR, and the reasons for increased interest in GHRM topics.
Moreover, it defines the purpose of research, provides a brief overview of research problems, methods
applied, and the limitations of the study. In addition, the authors point at a research gap, which
had motivated them to take up respectiveresearch, and present the structure of the article and its
contribution to science.
Section two places the undertaken considerations in the wider perspective of the world’s literature.
It focuses on defining the term GHRM and presenting the benefits of practical implementation of the
concept. Furthermore, it shows ecological practices that can be applied at each stage of HRM.
Section three outlines the subject of research and the population studies, formulates research
hypotheses and describes the methods employed.
The fourth section contains the analysis of research results. It also includes an assessment of
the impact of pro-environmental human resource practices on the sustainable development of young
organizations and a diagnosis of the scope of Green HRM implementation in young Polish companies.
The analysis of research outcome was performed in the context of studies conducted in other countries.
The last section refers to the degree of verification of research hypotheses, presents key conclusions,
and indicates the barriers related to the implementation of the GHRM concept under Polish conditions.
At the same time, the area of future research and the proposed course of improvement are presented.
The authors believe that the requisite condition to expand the scope of GHRM implementation in
Polish organizations is management education.
This study contributes to source literature by diagnosing a gap associated with human resource
policy use as a tool for supporting corporate sustainable development under Polish conditions, which
constitutes the foundation for taking up corrective actions by managers. In the opinion of the authors,
the results of the cited studies may stimulate interest in the implementation of the GHRM concept
in Polish organizations and the widening of the scope of its use as a tool for sustainable enterprise
development. This is particularly vital from the point of view of young organizations’ development,
for the implementation of the GHRM idea at an early stage of development creates an opportunity
to improve performance related to the shaping of green attitudes and corporate culture supporting
sustainable development.
2. Literature Review
2.1. Nature and Importance of Green Human Resource Management
It is clear that sustainability concerns are vital to the operations of contemporary organizations [40–42].
Research demonstrates that environmental practices improve company performance and provide a
competitive edge [43,44]. Therefore, more and more companies become interested in ecological issues,
noting that environmental protection is in their best interest [45,46].
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Green Human Resource Management may play an essential role in environmental management
as it is an element of sustainable human resource management (SHRM) [47–49]. This is a new approach
to the realization of the HR function, the nature of which is to include ecological objectives in all
HRM sub-areas, from employment planning, through recruitment, selection, employee motivation
and development, to their evaluation and influence on working conditions. This necessitates that the
formulation of the HR function aims not only at the category of economic interest but also at ecological
areas, so as to generate added value for stakeholders [50]. Hence, Green HRM reflects the level of
the greening of human resource management practices [51], whereas its implementation requires
individual stages of human resource management to be modified and adapted, to become green—i.e.,
environmentally-friendly [37,50,52]. The main focus of activities undertaken as part of Green HRM
is the development of an ecological working environment and environmentally responsible worker
attitudes which will subsequently penetrate—as a model of operation—private zones [53,54].
Green HRM is, therefore, part of a broader framework of corporate social responsibility [55]
and means the application of HR policies to promote sustainable use of company resources and
to support ecology [20,56]. Its primary objective is to develop ecological sensitivity in employees
and to make them aware of how their own behaviour may affect the environment. This is about
motivation and making one feel proud of participation in green initiatives. This way, Green HRM
supports the creation of a green workforce, who understands, appreciates, and practices ecological
initiatives [36]. At times, Green HRM is also defined as the use of personnel practices to improve
environmental performance [28,40,57–60]. This is due to the fact that HR processes play a significant
role in the practical application of sustainable development policies [61–63] and in the construction
of a sustainable development culture [64,65]. Without a doubt, Green HRM enhances the role of
HRM in making the sustainable development concept a reality [58]. It underscores the fact that HR
departments play a key role in the practical implementation of environmental policies [63] and in the
development of sustainable corporate culture [64]. In this context, it is a primary instrument allowing
the implementation of sustainable development across an organization [29,66].
The implementation of Green HRM, promoting green organizational culture and stimulating
environment-oriented employee behaviour, is beneficial to organizations for a number of reasons [67–69].
The first effect is image benefit [60]. The market success of contemporary enterprises is increasingly
dependent on image. Given the above, taking up voluntary environmental initiatives, rather than
merely conforming to the binding legal regulations regarding environmental protection, is becoming a
means by which to gain a competitive advantage [70,71]. The increase in ecological awareness and the
influence of various stakeholder groups are of primordial importance [72]. Consumers seek ecological
products, whereas business partners pay attention to ecological attestations. Companies seeking to
maintain their market share are forced to adopt an environment-friendly orientation. As a result of
such an approach, companies are gradually developing a new philosophy of management, where
expenditure on environmental protection is no longer only seen as a cost, but rather as an investment
in an organization’s development.
Authors providing an insight into Green HRM underpin that human resources may significantly
contribute to the establishment of ecological organizations [31,45,73]. They argue that environmental
policies with regards to recruitment, performance management, training, development, and
remuneration are powerful tools for engaging employees in the practical implementation of
environmental protection strategies [63]. Green HRM tools, processes, and practices may augment
employee participation in the process of ecological innovations, reduce environmental waste, improve
products, increase process efficiency, and cut costs [59]. Green HRM, therefore, constitutes a part
of Green Management alongside greening operations, greening accounting and finance, greening
retailing and greening marketing [28].
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2.2. Green Human Resource Management Practices
Authors engaged in Green HRM issues draw attention to a number of environmental practices
applicable to the field of human resource management at each stage of the HR process [28,36,37,52,55,
74,75].
The implementation of Green HRM concepts begins as early as during job analysis and design.
It is important to have equivalent designfollowing the principles of environment-friendly jobs, and that
each job role sets out tasks related to environment protection [52]. Many organizations have created a
special position whose occupant is responsible for the coordination of various aspects of environmental
management [37].
Green HRM implementation means that even during the recruitment process, candidates should
be informed that as part of their roles within organizations, they are expected to adhere to an ecological
attitude as standard, and environmental protection—of primordial importance.Companies with
reputations for being green employers are able to attract talented specialists more effectively [28,40].
Research shows that even graduates, only just entering the market, tend to choose employers renowned
for their corporate environmental responsibility [55]. Green recruitment, however, is not only about
exposing environmental values with the intention of drawing candidates competent in ecology, but also
about the very approach to the process of recruitment, i.e., through limiting the use of paper throughout
the process. This is due to the fact that environmentally-friendly organizations ought to have a
transparent set of rules and principles setting forth employee behaviour and encouraging employees
to follow environmental protection requirements.
An important role in the effective implementation of Green HRM is played by motivating
employees to undertake environmentally-friendly activities [28,52]. Studies confirm that Green
Compensation is a vital tool for supporting environment management, which may help attain
environmental goals [76–78]. Effective tools consist of awards and compensation for promoting
environmental actions across organizations. Through the inclusion of elements of green management
within the remuneration programme, managers may promote green attitudes amongst employees.
Other non-financial incentives include, amongst other things, praise, diplomas of merit for the most
active members, and grants for environmental projects [79]. Another crucial issue is the creation of
a participative working environment, in which employees can freely present their ecological ideas,
which may contribute to more efficient resource use. Employee participation results in the enhanced
effectiveness of environmental management systems thanks to more efficient resource usage [76],
limited wasteful practice [80], and reduced contamination [81].
Another key element of Green HRM is the expansion of employee rights with regards to the
implementation of green initiatives, referred to as Green empowerment [82]. It involves encouraging
staff to take ecological decisions as well as empowering them to take responsibility for their
actions which translates into cost awareness, asense of belonging to the same community, better
performance, and improved relations between team members thanks to the conviction that employees
are afforded genuine, decision-making power. Hence, empowerment raises employees’engagement in
ecological initiatives and the satisfaction they experience following their attainment of environmental
goals [38,78,83–88].
In addition, Green HRM encompasses disciplining constraints, such as warnings, penalties
or work suspensions, taken with respect to individuals who fail to conform to the environmental
principles binding across organizations. This may prove necessary if a given organization aims to
achieve environmental goals [52,63]. To implement Green HRM principles in large organizations, trade
union support is required.
Yet another inherent part of the idea is an assessment of employee ecological performance.
The inclusion of environmental management goals into the performance appraisal system is necessary,
for it ensures regular feedback on employee progress in their attainment [28,37,52,63]. No organization
would be capable of guaranteeing real, environmental effectiveness in the absence of such a policy.
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One more integral element of Green HRM implementation is environmental protection, renewable
energy, waste reduction and energy saving training [20]. Such training allows employees to gain
ecological knowledge and raise environmental awareness. Research indicates that this is the most
important element of the process of human resource management and facilitates the attainment of
environmental objectives [83,89]. The role of environmental qualifications is also emphasized in
strategic EU documents, inter alia in The Strategy for Education for Sustainable Development [90],
as a low-emission economy and effective use of environmental resources is a priority for the EU. In the
“Skills for Green Jobs European Synthesis Report”, it is assumed that each job may potentially become
more ecological; it also presents the primary needs with respect to green skill development [91].
In this context, another part of Green HRM is also the generation of green jobs defined as positions
sensitive to the environment, resource-efficient, and socially responsible [92]. Persons occupying
such positions are referred to as green collar workers [93–95]. The list of green jobs features not
only occupations relating to farming or forestry, but also the following: ecological auditor, ecological
campaign management specialist and energy efficiency advisor.
All in all, it needs to be emphasized that environmentally-friendly Green HRM practices result in
the development of “green” human resources, i.e., highly-qualified employees who understand and
follow the principles of ecological development.
3. Materials and Methods
The subject matter of the research were environment-friendly human resource practices
implemented across young Polish enterprises. The list of activities included in the research is presented
in Table 1. The diagnosis was conducted with reference to 28 activities regarding 7 areas of human
resource policy:
- Green job design and analysis (activities 1,2,3)
- Green recruitment (activities 4,5,6,7,8,)
- The shaping of green discipline at work (activities 9,10,11)
- Green development (activities 12,13,14)
- Green performance evaluation (activities 15,16,17,18)
- Green motivation (activities 19,20,21,22,23)
- Green HRM procedures (activities 24,25,26,27,28)
Table 1. A list of environmental practices in the field of Green HRM covered by the research [28,36,52,63,96].
Activity Number Activities
1 Inclusion of tasks related to environmental protection (duties and responsibilities) in job descriptions
2 Inclusion of green competencies (such as ecological knowledge) as a part of competency requirements foreach position
3 Creation of positions responsible for environmental management aspects across organizations
4 Communication of employer’s commitment to ecology during recruitment
5 Exposure of environmental values in job vacancy advertising
6 Verification of candidate ecological knowledge and skills during recruitment process
7 Preference for candidates with competencies and experience in ecological projects
8 Introduction of new employees to environmental standards of organization during adaptation
9 Establishment of a clear set of rules and provisions regarding employee conduct in relation toenvironmental protection
10 Development of a disciplinary system to discipline employees breaching the principles of ecological conduct
11 Implementation of disciplinary actions (such as warning, penalty, suspension, dismissal) against employeesbreaching the provisions and rules of environmental protection
12 Analysis and identification of employee needs with regards to ecological training
13 Provisions of ecological training for employees and managers to develop ecological skills and knowledge
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Table 1. Cont.
Activity Number Activities
14 Incentives for workers to develop green competencies
15 Inclusion of ecological criteria in performance appraisals
16 Establishment of goals and responsibilities in relation to ecological initiative implementation
17 Conduct of environmental audits
18 Provision of regular feedback to employees on their progress in attaining ecological goals orimprovement of their environmental effectiveness
19 Incentives for workers to submit ecological initiatives (e.g., Ecological project competitions)
20 Provision of advisory services and support to solve ecological problems
21 Sharing knowledge about environmental initiatives or programmes
22 Development of a rewards system for completion of ecological projects (awards, subsidies to wages)
23 Promoting environmentally-friendly attitudes when performing professional tasks (such as paper usereduction, waste sorting)
24 Inclusion of environmental goals of HRM in company strategy
25 Measurement of effectiveness of environmental actions in HRM
26Provision for HRM environmental actions-related expenditure in the budget
27 HRM environmental action progress monitoring
28 Drafting reports on environmental actions in HRM
The list of practices covered by the research was identified pursuant to the analysis of source literature.
With a view to analyzing the effect of the above-listed HR practices on sustainable development,
a (partial) survey was conducted among a random, representative population of 150 young enterprises
with their seats in Poland. Young enterprises were defined as those operating on the market for no more
than 3 years. The study was conducted in January 2018 with the application of the CATI technique.
The study sample was selected on a layer basis. First, 25 entities from each of the six Polish regions
were drawn: Central, South, East, North-West, South-West and North. The survey targeted individuals
in charge of human resource policy development in the study enterprises. The characteristic features
of the study population are shown in Table 2.
Table 2. Details of young enterprises included in the study.
Criterion Number of Enterprises Percentage
Employment number:
50–249 employees 100 66.7
250–499 employees 42 28.0
More than 500 employees 8 5.3
Time on the market:
up to 1 year 14 9.3
1–3 years 136 90.7
Type of ownership:
limited liability company 86 57.3
joint-stock company 21 14.0
state-owned enterprise 43 28.7
Scope of operations
international 49 32.7
national 44 29.3
regional 20 13.3
local 37 24.7
Main type of activity:
services 99 66.0
production 43 28.7
trade 8 5.3
Respondent’s position:
CEO 12 8.0
HR Director 8 5.3
Head of HR Department 126 84.0
other 4 2.7
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The enterprises which prevailed in the population studied were medium-sized, i.e., employing
between 50 and 249 employees (66.7%), operating on the market for more than a year (90.7%).
The most frequent type of ownership of young organizations was a limited liability company (57.3%).
The geographical coverage of young enterprises was highly-diversified, with the most numerous
operating within the country (29.3%). The prevailing type of business activity of the study entities was
the provision of services (66%).Respondents were mainly heads of human resource departments (84%);
others included deputy directors, coordinators, and department managers.
Research allows the following:
− determination of the impact of individual pro-environmental human resource practices on the
sustainable development of young enterprises and identification of key practices as determined
by respondents;
− identification of practices most frequently applied under Polish conditions;analysis of the
correlation between the impact of individual pro-environmental human resource practices and
their practical implementation in young Polish enterprises.
Over the course of research, attempts were made to verify the following research hypotheses:
Hypothesis 1. Pro-environmental actions undertaken in the area of human resource management have an
uneven impact on the sustainable development of young organizations, which allows one to highlight primary
and secondary practices.
Hypothesis 2. There is a correlation between the impact of individual pro-environmental human resource
practices from the point of view of sustainable development and their practical implementation within young
Polish enterprises.
To verify Hypothesis 1, measures of central tendency, both classic and location (in the case of
impact asymmetry), and measures of dispersion, i.e., the extent to which a distribution is scattered,
were applied.The dispersion measures revealed a mean deviation of individual actions from the
average and aforce of activity variability.
In the process of verification of Hypothesis 2, Spearman’s rank correlation coefficient was used,
which allowed the authors to determine the strength and direction of correlations between the impact
of Green HRM activities on the sustainable development of young companies, and their practical
implementation. Furthermore, the parameters of the linear regression model were estimated, which
allowed the modelling of the relationship between the two variables.
All of the above allowed an assessment of the extent of GHRM idea implementation under Polish
conditions in the context of influencing sustainable development policy in young organizations, which
is crucial due to the vital importance of sustainable development for improving the competitiveness
of organizations (micro-economic level) and the Polish economic policy of sustainable development
(macroeconomic level).
4. Results and Discussion
4.1. Assessment of the Impact of Pro-Environmental Human Resource Practices on the Sustainable
Development of Organizations
The assessment of the impact of pro-environmental human resource practices on young
organization development was conducted with the application of a five-level Likert scale, where
1 signified a very low impact and 5 a very high impact of a given practice. To analyze the impact, the
structure of the group was described by the calculation of measures of central tendency, both classic
and location (in the case of impact asymmetry), and measures of dispersion, specifying the extent to
which a distribution is scattered (Table 3).
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Table 3. Evaluation of the impact of activities on the sustainable development of young enterprises *.
Item ActivityNo.
Aggregate
Assessment of
Impact (Points)
Mean
Assessment of
Impact (Points)
Median
(Points)
Mode
(Points)
Standard
Deviation
(Points)
Coefficient
of Variation
(%)
1 23 520 3.47 4 4 1.324 38.2
2 1 410 2.73 3 3 1.319 48.3
3 3 399 2.66 3 3 1.284 48.3
4 9 397 2.65 3 3 1.238 46.8
5 24 386 2.57 3 3 1.200 46.7
6 2 377 2.51 3 3 1.230 48.9
7 21 373 2.49 3 3 1.214 48.8
8 8 366 2.44 3 3 1.179 48.3
9 17 364 2.43 3 3 1.212 49.9
10 26 360 2.40 3 3 1.210 50.4
11 16 360 2.40 3 3 1.159 48.3
12 19 358 2.39 3 3 1.140 47.7
13 12 353 2.35 3 3 1.177 50.0
14 13 352 2.35 3 3 1.153 49.1
15 14 350 2.33 3 3 1.115 47.8
16 22 349 2.33 3 3 1.156 49.6
17 20 348 2.32 3 3 1.119 48.2
18 11 348 2.32 3 3 1.183 51.0
19 25 345 2.30 3 3 1.151 50.1
20 18 345 2.30 3 3 1.128 49.0
21 10 343 2.29 3 3 1.166 51.0
22 4 342 2.28 3 1 1.188 52.1
23 27 337 2.25 3 3 1.129 50.2
24 28 334 2.23 3 3 1.100 49.4
25 15 331 2.21 3 3 1.082 49.1
26 7 323 2.15 3 1 1.134 51.1
27 5 323 2.15 2 1 1.098 51.0
28 6 322 2.15 2 1 1.071 49.9
* Respondents made assessments whether or not a given activity was implemented within a given enterprise.
To identify environmental activities which, according to respondents, had the largest and the
smallest impact on sustainable development across organizations, the study sample was divided into
quartiles. The first quartile (7 activities) was composed of activities of primordial importance to the
policy of sustainable development in organizations; whereas, the third quartile consisted of activities
which did not contribute in any significant manner to policy implementation.
The coefficient of variation of the impact of activities on the sustainable development of young
enterprises was highly diversified. The results oscillated around 50%, however, the average variability
of the impact of environmental activities in relation to the average impact oscillated between 1.071
and 1.324. This means that respondents evaluated activities seen as key—higher and activities
of lesser importance in terms of sustainable development—lower. The above analyses confirmed,
therefore, the hypothesis which assumed that pro-ecological activities in the field of human resource
management have a varied effect on the sustainable development of young organizations and allowed
the identification of primary and secondary practices.
The analysis of data presented in Table 3 demonstrates that, in the opinion of respondents, it was
activity No. 23, i.e., promoting environment-friendly attitudes when performing professional tasks
(such as paper use reduction, waste sorting), which had the largest impact on sustainable development
of young enterprises. Most frequently, respondents evaluated its impact as high (mode 4), and the
average impact of the activity was 3.47. Other activities the respondents found crucial were:
− inclusion of tasks related to environmental protection (duties and responsibilities) in job
descriptions (activity No. 1), with an impact average of 2.73;
− creation of positions responsible for environmental management aspects across organizations
(activity No. 3), with an impact average of 2.66;
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− establishment of a clear set of rules and provisions regarding employee conduct in relation to
environmental protection (activity No. 9), with an impact average of 2.65;
− inclusion of environmental goals of HRM in company strategy (activity No. 24), with an impact
average of 2.57;
− inclusion of green competencies (such as ecological knowledge) as a part of competency
requirements at each position (activity No. 2), with an impact average of 2.51;
− sharing knowledge about environmental initiatives or programs (activity No. 21), with an impact
average of 2.49.
On the contrary, a very small impact on sustainable development in organizations (mode 1) was
associated by respondents with activities related to recruitment and the selection of employees, i.e.,
− verification of a candidate’s ecological knowledge and skills during the recruitment process
(activity No. 6), with an average impact of 2.15;
− exposure of environmental values in job vacancy advertising (activity No. 5), with an average
impact of 2.15;
− communication of employer’s commitment to ecology during recruitment (activity No. 7), with
an average impact of 2.22;
− preference for candidates with competencies and experience in ecological projects (activity No. 15),
with an average impact of 2.21.
In addition, the group of insignificant—from the point of view of sustainable development of
young companies—activities comprised: HRM environmental action progress monitoring (activity
No. 28) and drafting reports on environmental actions in HRM (activity No. 27), the average impacts of
which were 2.23 and 2.25, correspondingly. The surveyed specialists opined that the sustainable
development of organizations is not greatly affected by the communication of an employer’s
commitment to ecology during recruitment (activity No. 4), with an average impact of 2.24, and
a mode of 1.
Here, let us recall the studies conducted in 376 Pakistani companies, whichdemonstrated
the key role of educational practices in theattainment of environmental management goals [97].
Given the above, Green development practices, i.e., the identification of needs in respect of
pro-environment-related training, the provisions of ecological training for employees and managers to
develop green skills and knowledge, and the provision of incentives to employees to develop green
competencies, appear to be undervalued in Poland. They were listed as No. 13, 14, and 15 in terms of
their impact on the sustainable development of organizations.
Another surprising issue is little awareness of the importance of practices in the area of
providing incentives for taking up environment-friendly actions. Encouraging employees to submit
environmental initiatives ranked 12 in the opinion of the managers, whereas the provision of advisory
services and support to solve ecological problems was found even less important (No. 17). This raises
concerns in the view of studies conducted in Denmark, which showed that green motivation programs
are an effective tool for increasing employee participation in pro-environmental initiatives [98].
It seems that the area of Green motivation should be treated as principal from the point of view
of the effectiveness of pro-environmental human resource practices and the input of the HR function
into the sustainable development of organizations. The lack of appreciation of the practices oriented at
development of green competencies of employees as well as motivating them to get involved with
green projects call into question the viability of GHRM concept development in the entities studies.
Another issue rated rather low by Polish managers is the role of recruiting candidates with
green competencies. The verification of candidate’s ecological knowledge and skills during the
recruitment process was ranked 28—i.e., as the last position in the ranking of practices having an
impact on the sustainable development of organizations. The preference for job applicants with
competencies and experience in the performance of environmental projects was also ranked low—26.
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The insignificant impact of green acquisition of employees was confirmed, however, by the studies
conducted by Owino andKwasira [99] and Guerciet al. [100]. Research quoted demonstrated that
green recruitment is perceived as an activity having no impact on the environmental performance
of organizations. Given the average assessment of the impact of Green HRM, which was 2.3 in the
5-level scale, we can put forward the following conclusion: the importance of pro-environmental
human resource practices is clearly underestimated in young Polish enterprises. Such an approach
may be a consequence of the way the personnel function is perceived in organizations. Studies
conducted by Harris and Tregidg [51] demonstrated that despite their personal interest in influencing
environmental policy, managers of HR departments did not regard the HR function as the main driver
in terms of achieving sustainable development. On the other hand, more and more often emphasis
in source literature is placed on the importance of the human resource management practice as a
mechanism driving innovation and environmental management effectiveness [32–34,40,53,96,101–104].
A number of models laying down theoretical foundations for the implementation of the strategy of
sustainable development via Green HRM practices [33,40,53,104]. One published significant model
is the LOS model of Buller and McEvoy [105], illustrating the relations between the strategy of
sustainable development, practices of human resource management, and productivity. This model
is based on the assumption that HRM practices, i.e., recruitment, selection, training, development,
performance evaluation, and award system are key to the generation, reinforcement and maintenance
of organizational skills and company effectiveness with reference to the performance of economic,
environmental and social goals. The authors of the model underpin that organizational performance
associated with the attainment of long-term goals increases whenever HRM practices are internally
coherent and oriented at the reinforcement of environmental activities across all levels of management.
Renwick et al. [28], in turn, presented an AMO model, wherein they identify concrete HRM practices
that are potentially beneficial to the strategy of sustainable development. The authors claim that by
attracting and shaping employees with “green” skills through HRM processes, companies improve
their chances of successful environmental strategy performance. Next, we should mention Savitz and
Weber [106], who applied a “workforce life-cycle” concept to present the manner in which a company
may employ various HRM practices to transform traditional businesses into sustainable ones. Among
HRM practices which, potentially, may enhance the results of sustainable development, the authors
enumerated recruitment, selection, development, performance assessment, and rewarding.
Here, we can identify a gap between the theory and practice of human resource management.
Despite the potential of Green HRM practices, greatly emphasized by a number of specialists,
the function’s contribution towards the attainment of sustainability under Polish conditions is not
deemed sufficient. The underestimation of the role of HR in the building of sustainable organizations
seems to be one of the more vital determinants of the limited scope in which the GHRM concept
is implemented. A fact which may account for such a state of affairs is that many entities continue
to perceive the HR function as a strategic partner that actively participates in key decision-making
processes generating added value [92,106,107]. In view of the above, more and more frequently, source
literature yields arguments highlighting the need to ensure that the HR function is employed, to a
greater extent, for the benefit of sustainable companies [30,40,92,106,108,109].
4.2. Evaluation of the Scope of Green HRM Implementation in Poland
On the basis of data regarding the number of enterprises pursuing individual pro-ecological
HR practices, characteristics of their structures were developed. The average number of enterprises
performing a given activity was 38 (25.3%), whereas the average variability of the number of enterprises
implementing ecological activities was 20. Most often a given activity was performed by 30 enterprises.
Fifty percent of activities were accomplished by 33 enterprises at the most, and 50%—by a minimum of
33 enterprises. The range between the number of enterprises conducting an activity was 103, whereas
the value of the coefficient of variation was 52.3%. This indicated a large variability of the number
of enterprises carrying out ecological activities. The structure index (the frequency of occurrence of
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a given activity) oscillated between 10% and 78.68%. It should be emphasized that it exceeded 38%
only in the case of activity No. 23. This means that only single activities were conducted more often
than others. Research revealed therefore that the scope of Green HRM implementation under Polish
conditions was limited. The research results revealed a small range of implementation of the GHRM
concept in young Polish enterprises (Table 4).
Table 4. Performance of HRM pro-environmental activities in young Polish enterprises.
Activity No. Number of Young EnterprisesPerforming the Activity
Percentage of Young Enterprises
Performing the Activity (%)
1 65 43.33
2 44 29.33
3 48 32.00
4 31 20.67
5 15 10.00
6 19 12.67
7 17 11.33
8 49 32.67
9 56 37.33
10 27 18.00
11 30 20.00
12 38 25.33
13 35 23.33
14 29 19.33
15 21 14.00
16 34 22.67
17 38 25.33
18 28 18.67
19 39 26.00
20 30 20.00
21 42 28.00
22 30 20.00
23 118 78.67
24 53 35.33
25 28 18.67
26 34 22.67
27 30 20.00
28 26 17.33
The most popular activity turned out to be activity No. 23, i.e., promoting environment-friendly
attitudes when performing professional tasks (such as paper use reduction, waste sorting). This practice
was implemented relatively often—in as many as 118 of the entities studied (78.7% of the study
population). Nevertheless, given its nature, we can presume that its implementation in enterprises
was due to economic reasons than ecological attitudes. The remainder of practices were carried out by
less than half of the study enterprises. The lowest frequency or practice application was recorded with
regards to:
− activity No. 5—exposure of environmental values in job advertising, implemented in 15 enterprises;
− activity No. 7—preference for candidates with competencies and experience in ecological projects,
carried out by 17 enterprises;
− activityNo. 6—verification of candidate ecological knowledge and skills during the recruitment
process, applied in 19 enterprises.
The quoted results demonstrate significant omissions in the area of Green HRM implementation
across young Polish organizations. The reason behind it could be, most notably, the deficit of
knowledge concerning pro-environmental human resource practices. Such a competency gap was
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evidenced by the study. The Green HRM concept was familiar to as few as 29% of the study entities.
A particularly underestimated area turned out to be green recruitment. Hence, we may formulate a
conclusion that HR specialists in young Polish enterprises seem to underestimate the importance of
recruiting environment-friendly staff and personnel with green competencies. Furthermore, it was
quite rare for the entities covered by the study to prepare reports about pro-environmental HRM
activities. This activity was pursued by a mere 26 companies. Needless to say, pro-environmental HR
practice reporting is a great opportunity to systematize Green HRM activities. Data included in the
reports show not only where a given organization is now, but also what it intends to achieve in the near
future. This constitutes the basis for activity coordination and personnel process monitoring. Reports
demonstrate the degree of involvement in environment-friendly HR practices, reveal key achievements
in the field, and facilitate the drawing a roadmap for responding to new challenges. Therefore,
they constituteextra support in the process of personnel-related decision-taking. Report development
is, thus, an indication of Green HRM strategy maturity, as well as a tool for communicating information
regarding a company’s public involvement in ecological practices.
It was equally rare to find HRM pro-environmental action performance measurements, an activity
that is worth contemplating. This practice was pursued by as few as 28 enterprises, which accounted
for 18.67% of all study entities. It needs to be underpinned that the Green HRM subject literature lacks
a definitive, commonly accepted method of measuring HR pro-environmental practices performance
which may be a key obstacle to the implementation of the activity—on a par with the multifaceted
nature of the issue. The authors assert that the following could be helpful:
− measurement of the level of Green HRM-related expenditure;
− Green HRM sub-indices (e.g., the extent of ecological training, the number of ecological initiatives,
the number of awards given to employees for their environmental activity);
− surveys designed to evaluate the way in which the importance of Green HRM for the attainment
of corporate goals is perceived by managers;
− determination of the number of Green HRM practices revealed in social reports.
It ought to be emphasized that when speaking of Green HRM we must refer to long-term, rather
than short-term performance or productivity. This is because benefits of concept application are
typically derived in a more distant future, multidimensional in nature and not always easy to quantify.
GHRM should be approached as a long-term HR corporate strategy directed at using the instruments
of personnel policy to build an environmentally-friendly organization.
4.3. Correlation between the Impact of Pro-Environmental Activities on Sustainable Development and Their
Practical Implementation in Young Enterprises
In order to determine the strength and direction of correlations between the impact of
pro-environmental human resource practices on the sustainable development of young companies and
those activities which are actually implemented in practice, a Spearman’s rank correlation coefficient
was calculated (Table 5).
The rank correlation coefficient was 0.956 which means that there is a very strong positive relationship
between the assessment of the impact of human resource activities on sustainable development and
the implementation of those activities in individual companies. It means that only activities that, in the
opinion of executives, were crucial in terms of the sustainable development policy were taken in the
subject companies.
A regression analysis was applied to identify the relationship between the influence of
environment-friendly activities and their actual implementation in companies using a mathematical
model (Figure 1). The linear regression function (type II regression function) determines the
relationship between the changes in one variable and the changes in the other variable in the sample.
The calculated regression coefficients of ay = 0.5037 inform us that a 1-point rise in the impact of an
activity results in an average rise in the implementation of the activity in a given company of 0.5037
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in the relevant sample. The coefficient of determination R2 = 0.9713 indicates that in 97.13% of cases,
the changeability of the number of companies taking environmentally-friendly activities in the scope of
HRM is explained by the estimated regression function (elucidating the impact of environment-friendly
activities).
Table 5. Correlation between the impact of pro-environmental human resource practices on thesustainable
development and their practical implementation in young enterprises.
Activity
No.
Aggregate Assessment
of Impact of Activity X
(Points)
Activity Pursued in
Enterprises (Number
of Entities)
Rank
X
Rank
Y
Di
Distance
Square of
Distance Di 2
1 410 65 2 2 0 0
2 377 44 6 7 −1 1
3 399 48 3 6 −3 9
4 342 31 22 15 7 49
5 323 15 26.5 28 −1.5 2.25
6 322 19 28 26 2 4
7 323 17 27.5 27 0.5 0.25
8 366 49 8 5 3 9
9 397 56 4 3 1 1
10 343 27 21 23 −2 4
11 348 30 18 18.5 −0.5 0.25
12 353 38 13 10.5 2,5 6.25
13 352 35 14 12 2 4
14 350 29 15 20 −5 25
15 331 21 25 25 0 0
16 360 34 10.5 13.5 −3 9
17 364 38 9 11.5 −2.5 6.25
18 345 28 19.5 21 −1.5 2.25
19 358 39 12 9 3 9
20 348 30 17.5 17.5 0 0
21 373 42 7 8 −1 1
22 349 30 16 16.5 −0.5 0.25
23 520 118 1 1 0 0
24 386 53 5 4 1 1
rs = 1 − (6 × 161/28 × (282 − 1)) = 0.956.
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Figure 1. Correlation between the impact of activities and activity implementation in young enterprises.
The following two hypotheses were made in order to verify whether the taken sample of
companies, which was to present how young companies truly operate, truly reflects the relationships
developed in all young companies:
Ho:$d = 0
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H1:$d > 0
The null hypothesis assumes that there is no correlation in the population between the impact
of eco-friendly actions on sustainable development and their implementation in companies. On the
other hand, due to the positive result of the rank correlation coefficient in the sample, the alternative
hypothesis permitsus to assume that there is correlation and that the correlation is positive.
It was the rank correlation coefficient calculated for the sample, denoted as $d, which tested the
hypothesis Ho:$d = 0. The null hypothesis was tested with the exact distribution of the critical values
for Spearman’s rank correlation coefficient at the significance level of α = 0.05 using the relation P
(rd ≥ rd0) = α. The critical value for the Spearman’s rank correlation coefficient was rd0 = 0.317,
and the respective value in the sample was rd = 0.956. Since it is true that rd ≥ rd0, in other words,
0.956 > 0.317, the null hypothesis should be rejected in favour of the alternative hypothesis, which
proves that there is a positive correlation between the impact of environmentally-friendly activities
and their implementation in the whole population.
5. Conclusions
An overview of literature allows us to state that Green HRM is a human resource strategy
supporting pro-environmental corporate management. Benefits resulting from its implementation may
be due to an increase in the ecological awareness of the staff which translates into the sustainability
of practices across organizations. It is also a tool for increasing competitivenessthanks to enhanced
image, cost reduction, improved customer relations, acceptance by local authorities and communities,
and increased employee satisfaction, loyalty and motivation.
To evaluate the extent to which Green HRM is implemented under Polish conditions, empirical
research was conducted using a representative sample of young Polish enterprises. They allowed the
following hypotheses to be positively verified:
Hypothesis 1. Pro-environmental actions undertaken in the area of human resource management have an
uneven impact on the sustainable development of young organizations which allows one to highlight primary
and secondary practices.
Hypothesis 2. There is a correlation between the impact of individual pro-environmental human resource
practices from the point of view of sustainable development and their practical implementation in young
Polish enterprises.
The analysis of correlations demonstrated a strong positive correlation between the evaluation of
the impact of individual environmentally-friendly HR activities on sustainable company development
and their practical implementation. Thus, research demonstrated that the higher the evaluation of
the impact of a given activity, the more often it was implemented in the companies studied. Analysis
of the regression function showed that a 1-point increase in the impact of any activity stimulated
average growth in activity implementation in a company of 0.5037. This allowed the formulation of the
following conclusion: in order to increase the scope of implementation of the Green HRM concept in
Polish young enterprises, it is necessary to raise awareness of the importance of Green HRM activities
to achieve company sustainability.
In addition, empirical research revealed that the Green HRM concept is relatively unknown and
underestimated in Poland. It was determined that young Polish enterprises did not employ the whole
range of HRM practices requisite for effective environmental management. Hence, we can state that
Green HRM is in its initial phase of development in the study entities. The following shortcomings are
evidence of the above conclusion:
− lack of familiarity with the concept among specialists responsible for human resources management,
and related intuitive selection of practices to be implemented;
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− lack of a systemic approach expressed by the execution of individual pro-environmental practices
in HRM area;
− lack of developed measurement and reporting procedures regarding Green HRM.
The principal restriction encountered in the course of research was the shortage of studies
conducted in the young enterprise population, which made it difficult to carry out a comparative
analysis of the results of own research. The world’s literature abounds in publications about GHRM
practices implemented in mature enterprises with an established market position. Nonetheless, there
are no analyses in the group of enterprises operating on the market for a period shorter than 3 years.
The authors assert that the reasons behind this limited scope of Green HRM concept implementation
may be sought, above all, in the absence of knowledge about it across young Polish enterprises’
management.A major role in overcoming the said barrier is played by dissemination of knowledge
concerning the field in business circles. One requisite condition for the HR function to become a
strategic partner in sustainable development is, therefore, manager qualification development.
In the opinion of the authors, activities vital for effective GHRM concept implementation
are—although not appreciated by the study managers—also measurement and reporting of corporate
activity in Green HRM. This is because there is no effective management in any area if no measurement
or reporting is provided. The assessment of Green HRM performance is required to expand the scope
of its practical implementation. This facilitates the impact of Green HRM activities on the sustainable
development of organizations, which in turn lays foundations for changes to be introduced in the
way the issue is approached and for the practices to be recognized. The implementation of the Green
HRM measuring instrument may, therefore, pave the way for it to be recognized as an integral part
of the sustainable development model in enterprises. Given the foregoing, there is a demand for
enhanced measurement methods and reporting standards regarding pro-environmental HR practices,
particularly in Poland. Enriched reporting in the CSR field by supplementing green personnel reports
aimed at promoting enterprises as followers of good HR practices may be, according to the authors,
a key tool in the popularization of the Green HRM idea.
Author Contributions: E.B. proposed research concept, reviewed source literature, and wrote the article. A.M.-K.
designed the methodology of quantitative research, carried out the statistical analysis of study results, and wrote
the article.
Acknowledgments: Research was funded by a MNiSW statutory grant as part of research topic No. 430/15/S
“Preconditions of the effective operation of organizational units as part of sustainable development of the economy”
carried out at the Department of Economy, Faculty of Economic and Legal Science, University of Natural Sciences
and Humanities in Siedlce.
Conflicts of Interest: The authors declare no conflict of interest.
References
1. Dyllick, T.; Hockerts, K. Beyond the Business Case for Corporate Sustainability. Bus. Strategy Environ. 2002,
11, 130–141. [CrossRef]
2. Pinzone, M.; Guerci, M.; Lettieri, E.; Redman, T. Progressing in the change journey towards sustainability in
healthcare: The role of “Green” HRM. J. Clean. Prod. 2016, 122, 201–211. [CrossRef]
3. Shaikh, M. Green HRM: A requirement of 21st century. J. Res. Commer. Manag. 2010, 1, 122–127.
4. Jabłon´ski, A. Scalability of Sustainable Business Models in Hybrid Organizations. Sustainability 2016, 8, 194.
[CrossRef]
5. Poskrobko, B. Teoretyczne aspekty ekorozwoju. Ekonomia i S´rodowisko 1997, 1, 7–20. (In Polish)
6. Report of the World Commission on Environment and Development: Our Common Future. Available online:
http://www.un-documents.net/our-common-future.pdf (accessed on 17 May 2018).
7. Kromer, B. Społecznaodpowiedzialnos´c´biznesujakoczynnikkonkurencyjnos´ciprzedsie˛biorstw. Studia Ekonomiczne
2014, 180, 131–140. (In Polish)
Sustainability 2018, 10, 1739 18 of 22
8. Grapp, T. Nachhaltigkeit und Kooperation; Verlag Peter Lang: Frankfurt/M., Germany; Berlin, Germany;
Bern, Switzerland; Bruxelles, Belgium; New York, NY, USA; Oxford, UK; Wien, Austria, 2001;
ISBN 978-3-631-37379-8.
9. Elkington, J. Cannibals with Forks: The Triple Bottom Line of Twenty-First Century Business; Capstone: Mankato,
MN, USA, 1997.
10. ISO 26000:2010 Guidance on Social Responsibility. Available online: http://www.cnis.gov.cn/wzgg/201405/
P020140512224950899020.pdf (accessed on 17 May 2018).
11. Rok, B. Odpowiedzialny biznes w nieodpowiedzialnym s´wiecie; Akademia Rozwoju Filantropii w Polsce, Forum
Odpowiedzialnego Biznesu: Warszawa, Poland, 2001. (In Polish)
12. Borys, T. Zrównowaz˙ony rozwój organizacji—Co chcemy lub powinnis´my równowaz˙yc´? Prace Naukowe
Uniwersytetu Ekonomicznego we Wrocławiu 2015, 376, 13–24. (In Polish) [CrossRef]
13. Gollagher, M.; Hartz-Karp, J. The role of deliberative collaborative governance in achieving sustainable cities.
Sustainability 2013, 5, 2343–2366. [CrossRef]
14. Jabłon´ski, A.; Jabłon´ski, M. Research on Business Models in their Life Cycle. Sustainability 2016, 8, 430.
[CrossRef]
15. Kim, J.; Kim, J. Corporate Sustainability Management and Its Market Benefits. Sustainability 2018, 10, 1455.
[CrossRef]
16. Stubbs, W.; Cocklin, C. Conceptualizing a “sustainability business model”. Organ. Environ. 2008, 21, 103–127.
[CrossRef]
17. Schaltegger, S.; Burritt, R. Business cases and corporate engagement with sustainability: Differentiating
ethical motivations. J. Bus. Ethics 2018, 147, 241–259. [CrossRef]
18. Munilla, L.S.; Miles, M.P. The corporate social responsibility continuum as a component of stakeholder
theory. Bus. Soc. Rev. 2005, 110, 371–387. [CrossRef]
19. Przychodzen´, W. Zrównowaz˙one przedsie˛biorstwo: Teoria, praktyka, wycena, kształcenie; Poltext: Warszawa,
Poland, 2013. (In Polish)
20. Zoogah, D. The dynamics of Green HRM behaviors: A cognitive social information processing approach.
Zeitschrift fur Personalforschung 2011, 25, 117–139. [CrossRef]
21. Selier, G. Sustainability in Manufacturing, Recovery of Resources in Product and Material Cycles; Springer:
Berlin/Heidelberg, Germany, 2007; ISBN 978-3-540-49871-1.
22. Gadomsk-Lila, K. Społeczna odpowiedzialnos´c´ biznesu wobec pracowników. Manag. Bus. Admin. 2012, 2,
41–52. (In Polish) [CrossRef]
23. Porter, M.E.; Kramer, M.R. Tworzenie wartos´ci dla biznesu i społeczen´stwa. Harv. Bus. Rev. Polska 2011, 5,
80–87. (In Polish)
24. Szumiak-Samolej, J. Odpowiedzialny biznes w gospodarce sieciowej; Poltext: Warszawa, Poland, 2013;
ISBN 978-83-7561-360-5. (In Polish)
25. Nicolăescu, E.; Alpopi, C.; Zaharia, C. Measuring Corporate Sustainability Performance. Sustainability 2015,
7, 851–865. [CrossRef]
26. Grudzewski, W.; Hejduk, I.; Sankowska, A.; Wan´tuchowicz, M. Sustainability w biznesie; Poltex: Warszawa,
Poland, 2010; ISBN 978-83-7561-257-8. (In Polish)
27. Gholami, G.; Rezaei, G.; Saman, M.Z.M.; Sharif, S.; Zakuan, N. State–of–the–Art Green HRM System:
Sustainability in the Sports Center in Malaysia Using a Multi–Methods Approach and Opportunities for
Future Research. J. Clean. Prod. 2016, 124, 142–163. [CrossRef]
28. Renwick, D.W.; Redman, T.; Maguire, S. Green human resource management: A review and research agenda.
Int. J. Manag. Rev. 2013, 15, 1–14. [CrossRef]
29. Urbaniak, G. Colorful Human Resource Management: What Are We Talking About? Hum. Resour. Manag.
2017, 6, 9–20.
30. Cohen, E.; Taylor, S.; Muller-Camen, M. HRM’s Role in Corporate Social and Environmental Sustainability;
Research Report; SHRM: Alexandria, VA, USA, 2012.
31. Egri, C.P.; Hornal, R.C. Strategic environmental human resource management and perceived organizational
performance: An exploratory study of the Canadian manufacturing sector. In Research in Corporate
Sustainability: The Evolving Theory and Practice of Organizations in the Natural Environment; Sharma, S.,
Starik, M., Eds.; Edward Elgar Publishing: Northampton, UK, 2002; ISBN 978-1-84064-906-2.
Sustainability 2018, 10, 1739 19 of 22
32. Ehnert, I.; Harry, W.; Zink, K.J. Sustainability and HRM: An introduction to the field. In Sustainability and
Human Resource Management: Developing Sustainable Business Organizations; Ehnert, L., Harry, W., Zink, K.J.,
Eds.; Springer: Heidelberg, Germany, 2014; pp. 3–32. ISBN 978-3-642-37524-8.
33. Ehnert, I.; Harry, W. Recent Developments and Future Prospects on Sustainable Human Resource
Management: Introduction to the Special Issue. Manag. Rev. 2012, 23, 221–238. [CrossRef]
34. Jabbour, C.J.C.; Santos, F.C. A The central role of human resource management in the search for sustainable
organizations. Int. J. Hum. Resour. Manag. 2008, 19, 2133–2154. [CrossRef]
35. Preuss, L.; Haunschild, A.; Matten, D. The rise of CSR: Implications for HRM and employee representation.
Int. J. Hum. Resour. Manag. 2009, 20, 953–973. [CrossRef]
36. Ahmad, S. Green Human Resource Management: Policies and Practices. Cogent Bus. Manag. 2015, 2. [CrossRef]
37. Arulrajah, A.A.; Opatha, H.H.D.N.P.; Nawaratne, N.N.J. Green Human Resource Management Practices:
A Review. Sri Lankan J. Hum. Resour. Manag. 2015, 5, 1–16. [CrossRef]
38. Davies, I.A.; Crane, A. Corporate social responsibility in small-and medium-size enterprises: Investigating
employee engagement in fair trade companies. Bus. Ethics Eur. Rev. 2010, 19, 126–139. [CrossRef]
39. Leszczyn´ska, A. Conceptualization of Green Human Resource Management. In Proceedings of the
International Scientific Conference on Economic and Social Development “The Legal Challenges of Modern
World”, Split, Croatia, 1–2 September 2016; pp. 431–441.
40. Jackson, S.E.; Seo, J. The greening of strategic HRM scholarship. Organ. Manag. J. 2010, 7, 278–290. [CrossRef]
41. Belal, A.R. Stakeholder accountability or stakeholder management: A review of UK firms’ social and ethical
accounting, auditing and reporting (SEAAR). Corp. Soc. Responsib. Environ. Manag. 2002, 9, 8–25. [CrossRef]
42. Jackson, S.E.; Renwick, D.W.; Jabbour, C.J.; Müller-Camen, M. State-of-the-art and future directions for green
human resource management: Introduction to the special issue. Zeitschrift für Personalforschung 2011, 25,
99–116. [CrossRef]
43. Faleye, O.; Trahan, E.A. Labor-friendly corporate practices: Is what is good for employees good for
shareholders? J. Bus. Ethics 2011, 101, 1–27. [CrossRef]
44. Li, S.; Fetscherin, M.; Alon, I.; Lattemann, C.; Yeh, K. Corporate social responsibility in emerging markets:
The importance of the governance environment. Manag. Int. Rev. 2010, 50, 635–654. [CrossRef]
45. Norton, T.A.; Zacher, H.; Parker, S.L.; Ashkanasy, N.M. Bridging the gap between green behavioral intentions
and employee green behavior: The role of green psychological climate. J. Organ. Behav. 2017, 38, 996–1015.
[CrossRef]
46. Wiernik, B.M.; Dilchert, S.; Ones, D.S. Age and employee green behaviors: A meta-analysis’. Front. Psychol.
2016, 7, 1–15. [CrossRef] [PubMed]
47. Mazur, B. Sustainable Human Resource Management. The attempt of holistic approach. Econ. Manag. 2015,
7, 7–12. [CrossRef]
48. Pabian, A. Zrównowaz˙one zarza˛dzanie zasobami ludzkimi. Zeszyty Naukowe Politechniki Cze˛stochowskiej
Zarza˛dzanie 2015, 17, 7–16. (In Polish)
49. Pocztowski, A. Zrównowaz˙one zarza˛dzanie zasobami ludzkimi w teorii i praktyce. Zarza˛dzanie i Finanse
2016, 2, 303–314. (In Polish)
50. Ulrich, D.; Brockbank, W. The HR Value Proposition; Harvard Business School Press: Boston, MA, USA, 2005;
ISBN 1-59139-707-3.
51. Harris, C.; Tregidga, H. HR managers and environmental sustainability: Strategic leaders or passive
observers? Int. J. Hum. Resour. Manag. 2012, 23, 236–254. [CrossRef]
52. Opatha, H.H.D.N.P. Green Human Resource Management: A Simplified Introduction. In Proceedings of
the HR Dialogue; Department of HRM, Faculty of Management Studies and Commerce, University of Sri
Jayewardenepura: Nugegoda, Sri Lanka, 30 November, 2013; pp. 11–21.
53. Mohrman, S.A.; Worley, C.G. The organizational sustainability journey: Introduction to the special issue.
Organ. Dyn. 2010, 39, 289–294. [CrossRef]
54. Whitmarsh, L.; O’Neill, S. Green identity, green living? The role of pro-environmental self-identity in
determining consistency across diverse pro-environmental behaviors. J. Environ. Psychol. 2010, 30, 305–314.
[CrossRef]
55. Mandip, G. Green HRM: People Management Commitment to Environmental Sustainability. Res. J. Recent Sci.
2012, 1, 244–252.
Sustainability 2018, 10, 1739 20 of 22
56. Mampra, M. Green HRM: Does it help to build a competitive service sector? A study. In Proceedings of the
tenth AIMS International Conference on Management, Bangalore, India, 6–9 January 2013; pp. 1273–1281.
57. Kim, A.; Kim, Y.; Han, K.; Jackson, S.E.; Ployhart, R. Multilevel influences on voluntary workplace green
behavior: Individual differences, leader behavior, and coworker advocacy. J. Manag. 2017, 43, 1335–1358.
[CrossRef]
58. Kramar, R. Beyond strategic human resource management: Is sustainable human resource management the
next approach? Int. J. Oper. Prod. Manag. 2014, 25, 1069–1089. [CrossRef]
59. Saifulina, N.; Carballo-Penela, A. Promoting sustainable development at an organizational level: An analysis
of the drivers of workplace environmentally friendly behaviour of employees. Sustain. Dev. 2017, 25, 299–310.
[CrossRef]
60. Shen, J.; Dumont, J.; Deng, X. Employees’ perceptions of Green HRM and non-Green employee work
outcomes: The social identity and stakeholder perspectives. Group Organ. Manag. 2016, 1–29. [CrossRef]
61. Hersey, K. A close look at ISO 14000. Prof. Saf. 1998, 43, 26–29.
62. Pfeffer, J. Building sustainable organizations: The human factor. Acad. Manag. Perspect. 2010, 24, 34–45.
[CrossRef]
63. Renwick, D.W.S.; Redman, T.; Maguire, S. Green HRM: A Review, Process Model, and Research Agenda.
University of Sheffield Working Paper. 2008, Volume 1, pp. 1–46. Available online: https://www.sheffield.
ac.uk/polopoly_fs/1.120337!/file/Green-HRM.pdf (accessed on 3 April 2018).
64. Harmon, J.; Fairfield, K.D.; Wirtenberg, J. Missing an opportunity: HR leadership and sustainability.
People Strategy 2010, 33, 16–21.
65. Liebowitz, J. The role of HR in achieving a sustainability culture. J. Sustain. Dev. 2010, 3, 50–57. [CrossRef]
66. Dutta, S. Greening people: A strategic dimension. Int. J. Bus. Econ. Manag. Res. 2012, 2, 143–148.
67. Ehnert, I.; Parsa, S.; Roper, I.; Wagner, M.; Muller-Camen, M. Reporting on sustainability and HRM:
A comparative study of sustainability reporting practices by the world’s largest companies. Int. J. Hum.
Resour. Manag. 2016, 27, 88–108. [CrossRef]
68. Jackson, S.E.; Ones, D.S.; Dilchert, S. Managing Human Resources for Environmental Sustainability; Jossey Boss:
San Francisco, CA, USA, 2012.
69. Rayner, J.; Morgan, D. An empirical study of “green” workplace behaviours: Ability, motivation and
opportunity. Asia Pac. J. Hum. Resour. 2018, 56, 56–78. [CrossRef]
70. Chodyn´ski, A.; Jabłon´ski, A.; Jabłon´ski, M. ECSR—Koncepcja strategiczna oparta o ekologiczna˛ i społeczna˛
odpowiedzialnos´c´ biznesu. In W poszukiwaniu nowych paradygmatów zarza˛dzania; Grudzewski, W.M.,
Hejduk, I.K., Eds.; Oficyna Wydawnicza SGH: Warszawa, Poland, 2008; pp. 63–71. ISBN 978-83-7378-390-4.
71. Ziółko, M.; Mróz, J. Wpływ ekoinnowacji na wzrost konkurencyjnos´ci przedsie˛biorstw. Acta Universitatis
Nicolai Copernici 2015, 42, 73–84. [CrossRef]
72. Mazur-Wierzbicka, E. Uwarunkowania proekologicznych działan´ przedsie˛biorstw. Zeszyty Naukowe Wyz˙szej
Szkoły Ekonomiczno-Społecznej w Ostrołe˛ce 2014, 13, 83–93. (In Polish)
73. Cheema, S.; Javed, F. The effects of corporate social responsibility toward green human resource management:
The mediating role of sustainable environment. Cogent Bus. Manag. 2017, 4, 1310012. [CrossRef]
74. Bangwal, D.; Tiwari, P. Green HRM—A way to greening the environment. IOSR J. Bus. Manag. 2015, 17,
45–53. [CrossRef]
75. Davies, G.; Smith, H. Natural Resources; People Management: London, UK, 8 March 2007; pp. 26–31.
76. Florida, R.; Davison, D. Gaining from Green Management: Environmental management systems inside and
outside the factory. Calif. Manag. Rev. 2001, 43, 64–84. [CrossRef]
77. Milliman, J.; Clair, J. Best environmental HRM practices in the U.S. In Greening People: Human Resources
and Environmental Management; Wehrmeyer, W., Ed.; Greenleaf Publishing: Sheffield, UK, 1996; pp. 49–73.
ISBN 978-1351-283-021.
78. Ramus, C.; Steger, U. The roles of supervisory support behaviors and environmental policy in employee
‘ecoinitiatives’ at leading-edge European companies. Acad. Manag. J. 2000, 43, 605–626. [CrossRef]
79. Phillips, L. Go green to gain the edge over rivals. People Manag. 2007, 13, 9.
80. May, D.R.; Flannery, B.L. Cutting waste with employee involvement teams. Bus. Horiz. 1995, 38, 28–38.
[CrossRef]
81. Kitazawa, S.; Sarkis, J. The relationship between ISO 14001 and continuous source reduction programs. Int. J.
Oper. Prod. Manag. 2000, 20, 225–248. [CrossRef]
Sustainability 2018, 10, 1739 21 of 22
82. Tariq, S.; Jan, F.A.; Ahmad, M.S. Green employee empowerment: A systematic literature review on state-of-art
in green human resource management. Qual. Quant. 2016, 50, 237–269. [CrossRef]
83. Daily, B.F.; Bishop, J.; Steiner, R. The mediating role of EMS teamwork as it pertains to HR factors and
perceived environmental performance. J. Appl. Bus. Res. 2007, 23, 95–109. [CrossRef]
84. Govindarajulu, N.; Daily, B.F. Motivating employees for environmental improvement. Ind. Manag. Data Syst.
2004, 104, 364–372. [CrossRef]
85. Gutowski, T.; Murphy, C.; Allen, D.; Bauer, D.; Bras, B.; Piwonka, T.; Sheng, P.; Sutherland, J.; Thurston, D.;
Wolff, E. Environmentally benign manufacturing: Observations from Japan, Europe and the United States.
J. Clean. Prod. 2005, 13, 1–17. [CrossRef]
86. Matthews, R.A.; Diaz, W.M.; Cole, S.G. The organizational empowerment scale. Pers. Rev. 2003, 32, 297–318.
[CrossRef]
87. Ramachandran, V. Strategic corporate social responsibility: A ‘Dynamic Capabilities’ perspective. Corp. Soc.
Responsib. Environ. Manag. 2011, 18, 285–293. [CrossRef]
88. Rego, A.; Leal, S.; Cunha, M.P.; Faria, J.; Pinho, C. How the perceptions of five dimensions of corporate
citizenship and their inter-inconsistencies predict affective commitment. J. Bus. Ethics 2010, 94, 107–127.
[CrossRef]
89. Ramus, C.A. Encouraging innovative environmental actions: What companies and managers must do.
J. World Bus. 2002, 37, 151–164. [CrossRef]
90. Strategia Edukacji dla Zrównowaz˙onego Rozwoju; Europejska Komisja Gospodarcza ONZ: Warszawa,
Poland, 2008.
91. Skills for Green Jobs European Synthesis Report; Publications Office of the European Union: Luxembourg,
Luxembourg, 2010.
92. SHRM. Advancing Sustainability: HR’s Role; A Research Report by the Society for Human Resource
Management, BSR, and Aurosoorya; SHRM: Alexandria, VA, USA, 2011.
93. Green, G.P.; Dane, A. Green-Collar Jobs; Publication of University of Wisconsin’s Department of Community
and Environmental Sociology: Madison, WI, USA, 2010.
94. Kryk, B. Czas na zielone kołnierzyki. Ekonomia i S´rodowisko 2014, 3, 10–20.
95. Lewandowska, A. Zielone kołnierzyki. Ecomanager 2011, 4, 48–49.
96. Ambec, S.; Lanoie, P. Does it pay to be green? A systematic overview. Acad. Manag. Perspect. 2008, 22, 45–62.
[CrossRef]
97. Bhutto, S.A. Effects of Green Human Resources Management on Firm Performance: An Empirical Study on
Pakistani Firms. Eur. J. Bus. Manag. 2016, 8, 119–125.
98. Forman, M.; Joergensen, M.S. The Social Shaping of the Participation of Employees in Environmental Work
within Enterprises—Experiences form the Danish Context. Technol. Anal. Strateg. Manag. 2011, 13, 71–90.
[CrossRef]
99. Owino, W.A.; Kwasira, J. Influence of Selected Green Human Resource Management Practices on
Environmental Sustainability at Menengai Oil Refinery Limited Nakuru, Kenya. J. Hum. Resour. Manag.
2016, 4, 19–27. [CrossRef]
100. Guerci, M.; Longoni, A.; Luzzini, D. Translating Stakeholder Pressures into Environmental Performance:
The Mediating Role of Green HRM Practices. Int. J. Hum. Resour. Manag. 2016, 27, 262–289. [CrossRef]
101. Dubois, C.L.Z.; Dubois, D.A. Strategic HRM as social design for environmental sustainability in organization.
Hum. Resour. Manag. 2012, 51, 799–826. [CrossRef]
102. Ehnert, I. Conceptual Model for Sustainable HRM and a Paradox Framework. In Sustainable Human
Resource Management; Contributions to Management Science; Physica-Verlag HD: Heidelberg, Germany,
2009; pp. 163–181. ISBN 978-3-7908-2188-8.
103. Paille, P.; Chen, C.; Boiral, O.; Jin, J. The impact of human resource management on environmental
performance: An employee-level study. J. Bus. Ethics 2014, 121, 451–466. [CrossRef]
104. Taylor, S.; Osland, J.; Egri, C.P. Introduction to HRM’s role in sustainability: Systems, strategies, and practices.
Hum. Resour. Manag. 2012, 51, 789–798. [CrossRef]
105. Buller, P.F.; Mcevoy, G.M. A Model for Implementing a Sustainability Strategy through HRM Practices.
Bus. Soc. Rev. 2016, 121, 465–495. [CrossRef]
Sustainability 2018, 10, 1739 22 of 22
106. Savitz, A.W.; Weber, K. Talent, Transformation, and the Triple Bottom Line: How Companies Can. Leverage
Human Resources to Achieve Sustainable Growth; John Wiley & Sons, Inc.: San Francisco, CA, USA, 2013;
ISBN 978-1-118-14097-0.
107. Lawler, E.E.; Worley, C.G. Management Reset: Organizing for Sustainable Effectiveness; John Wiley & Sons Inc.:
San Francisco, CA, USA, 2011.
108. Schmit, M.J.; Fegley, S.; Esen, E.; Schramm, S.; Tomassetti, A. Human resource management efforts for
environmental sustainability: A survey of organizations. In Managing Human Resources for Environmental
Sustainability; Jackson, S.E., Ones, D.S., Dilchert, S., Eds.; Wiley and Sons: San Francisco, CA, USA, 2012;
pp. 61–63. ISBN 978-0-470-88720-2.
109. Stringer, L. The Green Workplace. Sustainable Strategies That Benefit Employees, the Environment, and the Bottom
Line; Macmillan: New York, NY, USA, 2009; ISBN 978-0-230-10336-8.
© 2018 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access
article distributed under the terms and conditions of the Creative Commons Attribution
(CC BY) license (http://creativecommons.org/licenses/by/4.0/).
